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Job satisfaction and organizational commitment are the 
leading issues in Human Resource Management, Psychology 
and organization oriented studies. Both the attitudes are 
mutually interrelated and interdependent which influence 
each other however; the role of job satisfaction in defining the 
organizational commitment is widely researched topic. In the 
present paper an attempt is made by the authors to 
understand the research gap and other related variables or 
factors which explain the whole story of their 
interdependencies between the job satisfaction and 
organizational commitment. 
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INTRODUCTION 

Nowadays, we spend our time on work, wasting our time to come inside and outside 
work a lot. Besides, we involved on the stress of the work, technology, individual 
relationship and finance. Therefore, here, stress in considered as a pressure or worry which 
is stemming from the problems we met in our routine life (Oxford Advanced Leaner’s 
dictionary). Indeed, work is one of the basic factor cover all the stress in our life all over the 
world. What is important here is to figure out how stress is determined as burnout. It is 
considered to some events referred to the problems in our modern work (Angerer, 2003). 
Following (Maslach et al., 2001) mentioned as the job worried and stress which is referred 
to organizational commitment, job satisfaction, and turnover. Person — organization fit is 
referred to the burnout job experience variable that could be able to impact. (Siegall & 
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McDonald, 2004) it is significantly related to the organizational commitment, tenure, 
intention to give up, job satisfaction and performance, and finally turnover. 

In 21 st century, environment of work changed their objectives related to those 
employees worked in corporations. A majority of the firms shift their job outside of their 
own country for the employees intend to work more without increasing the money and 
salary. Besides, technology plays as an important role in burnout jobs. Therefore, stress 
contributed to the performance of the employees. On the other hand, the question is person_ 
organization fit make workers to have tendency to leave the job and also decrease their job 
satisfaction and also assist the companies to decrease turnover and develop motivation? 
Basic studies searched about many variables to figure about how it can impact on the 
outcome of works (Sin & Yau, 1995). Recently work on burnout tried to begin to extend new 
model which is associated with the situational and individual elements (Maslach et al., 
2001). Complexity of business model in nature, individual and situational elements are 
associate with each other are very important. Therefore, (Maslach et al., 2001) have 
postulated a job — person fit model for realizing what burnout is. 

1.1 Job Satisfaction 

The research tells us that job satisfaction is the level of “favorableness or un 
favorableness with which workers view their job (Werther & Davis, 1999).” It refers to an 
employee’s general opinion towards his/her job, such as; a person with high degree of job 
satisfaction has a positive feeling towards his job, whereas one who is unhappy with the job 
can grip a negative attitude (Robbins & Coulter, 2005). Some scholars argue that job 
satisfaction is an emotive reaction to a job condition, which is often decided by how nicely 
results meet up or exceed expectations, for example, if workers think that they are treated 
unjustly, receive less remunerations, they are more probably to have a negative feeling 
toward their work, supervisor or coworkers (Luthans, 2005; Manzoor et al., 2011). 

Therefore, job satisfaction is concerned with how well an employee’s expectations at 
work are in tune with outcomes (Khan, 2006). More accurately, it is an agreeable emotional 
state resulting from the assessment, emotional feedback and attitudes towards one’s job 
(Wikipedia, 2009). The quality of the staff implies acceptable social and financial status, a 
wish to reduce inequality such as, those relating to gender; a concern to supervise force in 
accordance with the deserve belief and give them within the service instruction they 
require, in turn to carry out their function in a altering society; the formation of motivation 
and constitutions to promote scholars to work in multidisciplinary groups on thematic 
projects, therefore violation with the custom of entirely sole technical job (Sabir et al., 2011). 

1.2 Organizational Commitment 

Organizational commitment is the extent to which a worker recognizes with the 
organization and desires to carry on. It is a degree of the worker’s willingness to continue 
with the organization in the future. It reflects the employee’s belief in the mission and 
targets of employer establishment and his/her willingness to expend attempt in their 
achievement with intent to carry on working there (Singh & Pandey, 2004). A large variety 
of explanation and measures of organizational commitment exist; a strong want to remain 
the part of a specific organization; a willingness to exert high levels of efforts on behalf of 
the organization; and belief in and acceptability of the values and goals of the organization 
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(Telia et al., 2007). It is the psychological state that binds the individual to the organization. 
Antecedents of organizational commitment are quite diverse in nature and origin (Bashir & 
Ramay, 2008). 

The organizational commitment is determined by a number of individual and 
organizational variables including age, tenure in the organization and character such as 
positive and negative, affectivity or internal and external control ascription, job design, 
values and the leadership style of one’s supervisor (Singh & Pandey, 2004). Effects of 
organizational commitment on outcome vary across vocation stages. This is particularly 
true for the association between organizational commitment and turnover. Procedural 
fairness, information sharing, and work life policy practice must be considered as balancing 
means to attain lower turnover rates. Professional remain in organizations where work is 
exciting and demanding, possibility for progress are high and if they feel logically well paid 
then there is require to shift from control oriented to commitment oriented job practices and 
to line up policies to these high allegiance work practices (Malik et. al., 2010). 

Thus, organizational commitment is a situation in which a worker recognizes with a 
specific organization and its goals, and desires to continue attachment in the organization 
(Al-Aameri, 2000). Worker’s commitment is the psychological possession one has for his/her 
job in the work environment. These concepts often interrelate with each other where worker 
motivation influences job satisfaction or employee’s commitment while job satisfaction may 
persuade motivation or employee’s commitment (Gliem & Gliem, 2001). It is the level to 
which a worker recognizes with a specific organization and its targets and desires to retain 
relationship in the institution. Research recommends that organizational commitment also 
leads to lower degrees of both absence and turnover and actually, it is a good sign of 
turnover then job satisfaction (Robbins & Coulter, 2005). The organizational commitment is 
partially the effect of intrinsic personal characteristics and partially the consequence of how 
peoples understand the institution and their instant job function (Daneshfard & Ekvaniyan, 
2012 ). 

Based on the multidimensional nature of organizational commitment there is 
increasing support for a three factor model, which have implication for the individual and 
organization: 

1. Normative Commitment: Workers stay with an organization, because he feels 
grateful to maintain employment (Singh & Pandey, 2004). The recognition measurements 
involve adoption of goals and values (Moynihan & Pandey, 2007). Normative commitment is 
an emotion of requirement to carry on service (Bashir & Ramay, 2008). 

2. Affective Commitment: Workers stay with an establishment because he needs to. 
He believes in and recognizes himself with the organization. The ethical participation 
requires internalization of the targets and principles of the establishment (Moynihan & 
Pandey, 2007). Affective commitment the worker’s motive attachment to, recognition with, 
and participation in the organization (Sabir et al., 2011). 

3. Continuance Commitment: An employee stays with an organization, because he 
feels that the individual costs of leaving are also high, for example when age limits his 
probability to find new job (Singh & Pandey, 2004). Continuance commitment “a 
consciousness of the expenditure linked with parting the organization” (Bodla & Naeem, 
2008; Aydogdu & Asikgil, 2011). 
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1.3 Objectives of the Study 

• To understand the areas of research carried out in connection with job dimensions 

towards job satisfaction and organizational commitment. 

REVIEW OF LITERATURE 
2.1 Job Satisfaction 

Job satisfaction are generally contributed to different types such as, characteristic of 
environment (working conditions, tasks, benefits, pay, job security), characteristic of the 
person (interests, attitudes, valued skills, needs, values and others), and those behaviours 
which is the outcome of the relation of both person and environment with each other 
(tension, concord, competitive, co-operative, loose and rigid). According to Fitsche, 1996, 
mentioned those job satisfactions which is evaluated income, work or promotional 
opportunity. Besides, job satisfaction contributed to the education, age, tenure and gender 
(Fritsche, 1996). 

Job descriptive index (JDI) is a tool which is standard, applied in many researches to 
measure job satisfaction developed by Smith, Hulin and Kendall (1969). Five components of 
job satisfaction (work itself, promotion, pay, supervision, and co- workers) have figured out 
as the important evaluation. Following (Steers, 1988), job satisfaction engaged of how much 
each person eager to expect from what they received from their job. While expectation didn’t 
reveal so they meet a lower degree of satisfaction. Therefore, (Brauss, 1992) stated a job 
satisfaction as the potentiality of a job to satisfy their employees. 

According to Lock (1976), job satisfaction or dissatisfaction is “an emotional response 
to a value judgment”. If one perceives that the job meets or allows the meeting of one’s 
important values one will experience a “pleasurable emotion of satisfaction” (Henne & 
Locke, 1985; Nebeker et al., 2001). Job satisfaction refers to an employee’s general attitude 
toward his or her job. An individual who is satisfied with his or her job holds positive 
attitude toward the job (Robbins, 2000). 

There is a high level of agreement among the social scientist that job satisfaction is a 
positive emotional reaction to a particular job (Oshagbemi, 2003). Job satisfaction is not a 
unitary concept. An employee can be relatively satisfied with one aspect of his or her job 
and dissatisfied with one or more other aspects (Kreitner & Kinicki, 2004). Chirchill and his 
colleagues defined the construct of job satisfaction as consisting of seven components 
(Chirchill et al., 1976): the job itself, fellow workers, supervision, company policy and 
support, pay, promotion and advancement and customers. 

Job Itself: Most employees want an interesting and significant job which allows 
success, progress and growth for them. Moreover, they want responsibility, autonomy, role 
clarity, feedback from managers and lack of role conflict (Henne & Locke, 1985). 

Fellow Workers: Employees like their colleagues who have similar values with 
them and facilitate work accomplishment (Henne & Locke, 1985). Robbins stated that 
friendly and supportive co-workers lead to increase in job satisfaction (Robbins, 2000). 

Supervision: Employees enjoy considerate, honest, fair and competent supervisors. 
They also want to be recognized and rewarded for good performance, and participate in 
decision making (Henne & Locke, 1985). Although there may be same exceptions such as 
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individual difference participative decision making leads to increased job satisfaction 
(Robbins, 2000). 

Company Policy: Employees want to their organization that respects for them and 
their values, and is managed effectively (Henne & Locke, 1985). 

Pay: Pay affects the overall level of a worker’s job satisfaction or dissatisfaction 
(Oshagbemi & Hickson, 2003). Employees want fair and enough payment to meet their 
needs (Henne & Locke, 1985). Pay fairness refers a comparison between what people believe 
they deserve to be paid and what others deserve to be paid (Jackson & Schuler, 2000). 

Promotion: A promotion refers to advancement to a position that is recognized as 
having higher status, increased responsibility and/or higher pay (Jackson & Schuler, 2000; 
Dessler, 2008). Employees want just and unambiguous promotion system. When people 
perceive that promotion decisions are made in fair, just manner and in line with their 
expectation they are like to be more satisfied in their job (Robbins, 2000). 

2.2 Organizational Commitment 

Porter (1974) conceptualized organizational commitment (OC) as “strength of an 
individual’s identification with and involvement in an organization” (Mowday, 1998; Mayer 
& Schoorman, 1992; Steer, 1977). Porter stated that a highly committed individual strongly 
believes in and accept the organization's goals and values, willingly exerts considerable 
effort on behalf of the organization and strongly desire to remain a member of the 
organization (Dubin et al., 1975; Steer, 1977). 

Allen and Mayer defined OC as a “psychological state that binds the employees to 
organization” and proposed a model that is consisting of three components; affective, 
continuance and normative. As defined by these authors, affective commitment refers to 
employees’ emotional attachment to, identification with, enjoying membership in and 
involvement in the organization. Continuance commitment refers to employees’ perception 
of costs that employees have when they leave the organization. Normative commitment 
refers to employees’ feelings of obligation to remain with the organization. These are 
distinguishable psychological states that employees can experience to varying degrees 
(Allen & Mayer, 1990). 

Mayer et al. argued that affective commitment and continuance commitment are 
quite different construct although both dimensions reflect a link between the employee and 
the organization. Employees with strong affective commitment remain with the 
organization because they want to, but those with strong continuance commitment remain 
with the organization because they need to (Mayer et al., 1990). Normative commitment is 
determined by employees’ cultural, social and familial background and experiences, 
attitudes and values generally before joining the organizations (Newman et al., 2011). 

According to Newstorm & Davis (2006), organizational commitment looks like a 
“strong magnetic force attracting one metallic object to another” and indicates the degree to 
which an employee identifies with the organization and want to remain within the 
organization in future (Awad & Alhashemi, 2012). High level of organizational commitment 
represents a positive manner that could add meaning to life for employees and increased 
performance and reduced turnover and absenteeism for organization (Mowday, 1998). 
Moreover, low levels of commitment are largely dysfunctional for both the individual and 
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the organization. For example, individual career advancement may be severely hampered or 
an unstable, disloyal work force may suffer the organization (Randall, 1987). 

On the other hand, there may be some risks for both individuals and organizations 
at extreme levels of commitment (Mowday, 1998). Hunt et al., argued that high 
organizational commitment may blind some employees to the ethical problems in their 
organization (Hunt et al., 1989). Randal stated that the costs of commitment outweigh the 
advantages at high levels of commitment. So commitment may be at moderate level where 
both individual and organizational needs may be balanced (Randall, 1987). 

CONCLUDING NOTE 

Although job, organization and person related variables are universal in their 
existence as predictors of job satisfaction however, they all ‘read’ differently from person to 
person, job to job, organization to organization and location to location. The same factors 
operate in every study of job satisfaction but their impact on workers’ contentment and 
performance vary significantly in multiple manners. Given this, neither the same 
explanation/definition can portray all the situations nor the single solution model can be 
implemented everywhere. There is need to understand every individual organizational 
situation separately in terms of job, organization and person related factors. These factors 
hold unique attributes in every employee and work situation and must be tapped by the 
researchers so that a ‘local’ definition of ‘job satisfaction’ could be developed to figure out a 
‘domesticated solution’ for addressing satisfaction problems. 
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